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DESCRIPTION OF PROJECT OR CONTRACT

Milmesota Sports Facility Authority is located at 900 South Fifth Street, Minneapolis,
Minnesota. MSFA operates a statewide sports facility.



EQUAL EMPLOYMENT OPPORTUNITY POLICY

This statement affinns the Authority's policy of providing Equal Opportunity to all employees and
applicants for employment in accordance with all applicable Equal Opportunity / Affirmative
Action laws, directives and regulations offederal, state, and local goveming bodies or agencies.

The Authority will not discriminate against any employee or applicant for employment because of race,
color, creed, religion, national origin, ancestry, sex, sexual orientation, disability, age, marital status,
status with regard to public assistance, membership on a local human rights commission, protected
veteran status, or any other protected characteristic.

The Authority prohibits the harassment of any employee or applicant for employment because of race,
color, creed, religion, national origin, ancestty, sex, sexual orientation, disability, age, marital status,
status with regard to public assistance, membership on a local human rights commission, protected
veteran status, or any other protected characteristic.

The Authority also prohibits retaliation, including intimidation, threats, or coercion, because an
employee or applicant has objected to discrimination or harassment or has otherwise sought to obtain
his/her legal rights under any local, state, or federal Equal Employment Oppoliunity law.

The Authority will commit the necessary time and resources, both financial and human, to achieve the
goals of Equal Employment Opportunity and Affinnative Action. Employees or subcontractors not
complying with applicable equal employment opportunity / affirmative action laws may be subject to
appropriate action by the Authority, including but not limited to disciplinary action, tenuination of
employment, and termination of a contract.

The Authority has appointed an EEO Coordinator to manage the Equal Employment Opportunity
Program: Mary Fox-Stroman. If you feel you have been a victim of discrimination or wish to
review the Authority's Affirmative Action Plan, please contact Mary Fox-Stroman (612-335-3311).

Dated: _ Minnesota Sports Facility Authority

By:~ef 1/~ld;Jd-
Ted Mondale
Executive Director
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ASSIGNMENT OF RESPONSIBILITY FOR AFFIRMATIVE ACTION PROGRAM

Mary Fox-Stroman, Director ofFinance, is designated as EEO/AA coordinator to monitor all
employment activity to ensure that our EEO/AA policies are being carried out. The EEO/AA
coordinator will be given the necessary top management support and staffing to fulfill the duties
of the position. Those duties include, but are not limited to, the following:

1. Develop our EEO/AA policy statement and Affirmative Action Plan/Program, so
that it is consistent with our policies, and so that it establishes our affirmative
action goals and objectives.

2. Implement the Affinnative Action Plan/Program including internal and external
dissemination of our EEO/AA policies and plan.

3. Conduct and/or coordinate EEO/AA training and orientation.

4. Ensure that our managers and supervisors understand it is their responsibility to
take action to prevent the harassment of employees and applicants for
employment.

S. Hold discussions with managers, supervisors and employees to ensure that our
equal opportunity policies are being followed.

6. Ensure that all minority, female, and disabled employees are provided equal
opportunity as it relates to organization-sponsored training programs,
recreational/social activities, benefit plans, pay and other working conditions.

7. Review qualifications of all our employees to ensure that minorities, women and
disabled employees are given full opportunities for transfers and promotions.

8. Periodically audit our training programs and hiring and promotions patterns to
remove any impediments to the attainment of our goals and objectives.

9. Implement and maintain EEO audit, reporting, and record-keeping systems in
order to measure the effectiveness of our Affinnative Action Plan/Progranl and to
determine whether our goals and objectives have been attained.

10. Maintain, monitor and measure our progress toward meeting our affirmative
action goals.

11. Identify problem areas and recommend solutions.

12. Coordinate the implementation of necessary affirmative action to meet
compliance requirements and goals.

13. Serve as liaison between our organization and relevant governmental enforcement
agenCies.

14. Serve as liaison between protected class groups and our organization.

15. Coordinate the recruitment and employment of women, minorities, and people
with disabilities, and coordinate the recruitment and utilization of businesses
owned by women, minorities, and people with disabilities.

16. Receive, investigate, and attempt to resolve all EEG complaints.

17. Keep management informed of the latest developments in the area ofEEG.
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18. Disseminate Anti-Harassment Policy to all new employees and re-communicate
such policy annually.

DISSEMINATION OF AFFIRMATIVE ACTION POLICY AND PLAN

The Equal OpportunityIAffirmative Action Plan will be disseminated as outlined below:

Internal Dissemination

The dissemination of the affirmative action plan will include, but will not be limited to,
the following methods:

1. All employees will receive a copy of the Affirmative Action Policy Statement.

2. The affirmative action plan will be available at the office of the Affirmative
Action Officer for review by all employees.

3. A copy of the Affirmative Action Policy Statement will be posted on bulletin
boards at the receptionist area and other locations identified by the Affirmative
Action Officer.

4. The Anti-Harassment Policy will be distributed to all new employees and re­
communicated annually to all employees.

5. All persons with personnel responsibilities, such as the Commissioners, the
Executive Director, management and employees, will be infonned of their duties
to communicate and explain the affinnative action plan to employees under their
supervision.

6. Information about the affinnative plan will be a component of all employee
orientations and other appropriate in-house training programs.

7. The informational posters, as provided by the Minnesota Department of
Management and Budget will be posted in all MSFA work areas and other
locations accessible to employees and all applicants for employment.

External Dissemination

1. The phrase "An Equal OppOltunity/Affilmative Action Employer" will be
included on MSFA letterhead and all advertisements for employment or
contracting.

2. All persons and organizations doing business with the MSFA will be informed of
the Authority's affirmative action policy.

3. The Affinnative Action plan will be available on the MSFA web site,
www.msfa.com.
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4. We will notify all recruitment sources, employment agencies, and labor unions of
our EEO/AA policies, and we will encourage them to assist us in achieving our
affinnative action objectives by actively recruiting and referring women,
minorities, and people with disabilities.

WORKFORCE

As of September 24, 2012, MSFA employed 95 employees. We have included a
Workforce Analysis in the Support Data.

INTERNAL AUDIT AND REPORTING SYSTEMS

The Minnesota Sports Facility Authority (MSFA) will develop an internal monitoring
and reporting system to assist the Affinnative Action Officer (AAO) in evaluating progress
essential for a successful Affinnative Action Program. Department heads, managers, and
supervisors will be responsible for providing the EEO Coordinator with information and/or
statistical data as necessary to measure our good faith efforts to implement our programs.

At least annually, internal audit reports will be prepared in table fonnat and dated. Data
collected for these reports will include applicant flow, new hires, promotions, transfers, and
tenninations (voluntary and involuntary) by job group. Figures for each personnel process must
show a breakdown by sex, minority classification, and disability status. Reports will be
disseminated to appropriate levels of management, and any problem areas will be addressed as
promptly as possible.

External reports will be submitted to govenunent agencies, like the Minnesota
Department of Human Rights, as required.

Identification of Problem Areas

1.1 Executive/Senior Level Officials and Managers

This Job Group is comprised our MSFA's executives and upper level management. Our
analysis reflects that the percentages of minorities, women and individuals with disabilities in
this Job Group are equal to or more than would reasonably be expected given their availability
percentages; therefore, no placement goals for minorities, women or individuals with disabilities
have been established. If any vacancies should occur in this Job Group during the upcoming
twelve months, we will make good faith efforts to recruit interested and qualifIed female,
minority and disabled candidates.

3. Teclmicians

This Job Group is comprised of our technicians, including the video and scoreboard
crews. Our analysis reflects that the percentages of minorities and women in this Job Group are
equal to or more than would reasonably be expected given their availability percentages,
therefore, no placement goals for minorities or women have been established. Our analysis
further reflects that the percentage of individuals with disabilities in this Job Group is less than
would reasonably be expected given their availability of 11.52%; therefore, a placement goal for
individuals with disabilities has been established. If any vacancies should occur in this Job
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Group during the upcoming twelve months, we will make good faith efforts to recruit interested
and qualified female, minority and disabled candidates.

5. Office and Clerical Workers

This Job Group is comprised of our office workers and includes 3 employees. Our
analysis reflects that the percentages of minorities, women and individuals with disabilities in
this Job Group are equal to or more than would reasonably be expected given their availability
percentages; therefore, no placement goals for minorities, women or individuals with disabilities
have been established. If any vacancies should occur in this Job Group during the upcoming
twelve months, we will make good faith effOlis to recruit interested and qualified female,
minority and disabled candidates.

7. Operatives

This Job Group is comprised of our parking lot attendants. Our analysis reflects that the
percentages of minorities and individuals with disabilities are less than would reasonably be
expected given their availability percentages of30.78% and 11.55%; therefore, placement goals
for minorities and individuals with disabilities have been established. Our analysis fmiher
reflects that the percentage of women in this Job Group is equal to or more than would
reasonably be expected given their availability percentage, therefore, no placement goal for
women has been established. If any vacancies should occur in this Job Group during the
upcoming twelve months, we will make good faith efforts to recruit interested and qualified
female, minority and disabled candidates.

9. Service Workers

This Job Group consists of our security and maintenance employees. Our analysis
reflects that the percentages of minorities, women and individuals with disabilities in this Job
Group are equal to or more than would reasonably be expected given their availability
percentages; therefore, no placement goals for minorities, women or individuals with disabilities
have been established. If any vacancies should occur in this Job Group during the upcoming
twelve months, we will make good faith efforts to recruit interested and qualified female,
minority and disabled candidates.

Placement Goals

The following are the placement goals of MSFA for the upcoming AAP year (12
months).

Placement Goals -;-.Ml!!.2rity

Job Group 7 - 30.78%

Placement Goals - Disabled

Job Group 3 - 11.52%
Job Group 7 - 11.55%
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The establishment ofa Placement Goal does not amount to an admission of
impermissible conduct. It is neither a finding ofdiscrimination nor a finding ofa lack ofgood
faith affirmative action efforts. Rather, the establishment ofa Placement Goal is designed to be
a technical targeting term used exclusively by affirmative action planners who seek to apply
goodfaith efforts to increase in the future the percentage employment ofminorities and women
in a worliforce.

During the plan year, it is our goal to meet the availability percentage for women,
minorities or disabled individuals in all job groups, as identified in our availability vs.
incumbency analysis charts included in the Support Data. We will make specific good faith
efforts to achieve the availability percentages for minorities, women or disabled individuals in
any job group where underutilization is identified by our analysis.

We will continue our effort to recruit and retain individuals with disabilities in all levels
of our workforce.

Many of the Technician and Service Maintenance employees are part-time and/or
seasonal and will be called back year after year and opportunities for recruiting are very limited.

Recruitment and hiring activities, if any, may result from filling positions which are open
due to unanticipated turnover and attrition. Goals have been established to allow progress in the
areas identified as underutilized if unanticipated turnover or attrition occurs.

1. Workforce Composition. Monitoring ofjob groups and openings will facilitate
affirmative hiring practices if necessary.

2. Applicant Flow Composition. There is no statistically significant adverse impact.
Efforts will be undertaken to review and improve the applicant flow if
opportunities to recruit occur.

3. Total Selection Process. The Affirmative Action Officer will continue to
aggressively monitor as well as proactively assist hiring managers with outreach,
advertising and selection to ensure they have the ability to capitalize on bringing
in qualified minority, female and disabled applicants to fill any unanticipated
vacancies. MSFA will review all new job descriptions, hiring policies and
procedures to eliminate potential discrimination.

4. Transfer and Promotion. There were no transfers or promotions during this AAP
year.

5. Organization Facilities and EmpIQyer-Spon~ored Activities. There is no
discrimination in facilities, or in employer-sponsored activities based upon
protected class's status. Reasonable accommodation will continue to be made for
persons with disabilities to ensure full access to facilities and activities.

6. Emplover Training Programs. MSFA will hold training classes for MSFA
supervisory and management staff on key human resource issues in order to be in
compliance with federal, state and local civil/human rights laws.
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